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Getzel's theory

of social behavior; as applied by Morphet et al.,
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of motivatior provides an avenuve for understanding- individual needs

as motivators of behavior. Today, according to- Yankelovitch; the

attitude of younger employees toward their work and workplace is that

the present incentive system is- so unappealing that they are no

longer motivaied to work hard. A derived implication is an

administrative style that is supportive of a teacher's inner locus of

control. The Coleman report discovered that local affluence.is the

basis for setting teacher salaries--not teacher quality. While money

incentives are necessary, they zre insufficient alone, for knowledge

about what motivates teacher performance is necessary. The teacher's

experience of the school envircnment has a great impact on quality,

which involves administrator quality. Morphet and others (1982).

perceive the traditional behavior of administrators as cne of the

major stumbling

blocks te curriculum improverent. Included are 33
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Introduction

In view of the focus in educational administration circles
upon part1c1patory management approaches and others reminiscent
of the Quallty Control Circles" found in the successfiul Japanese
industrial establishment; it was somewhat surprisirg tc note the
traditional emphasls upon money as a motivator in varlous reports
that have as the1r objectlve the improVement of the quality of
public educatlon For éxampie, Monk Aﬁa Jacobson (iééé) note
that several recent reports on the quallty and status of American
education make eip11c1t recommendatlons for substantlal changes
in teachino Compensatlon methods (Note Such reports 1nclude
for example, Boyer (1983), Education Commission of the States
(1983), Goodlad (1983), National Commission on Excellence in
Education (i§é3); National Science éoard Cormission on Precollege
Educatiéﬁ in Mathematics (iééé); U.S. House of Representatlves
Committee on Education and Labor (1983), and Twentiet h Fentury
Fund (1983).)

This paper will focus primarity uﬁén the efficacy of &siné
salary as the Attractor for hopefﬁiiy high quality teacher
han&iaéééé. When it comes to deflnlng E__Eﬂﬁiél excetlence in
prospectlve teachers w1th a view toward careful fcreenlng and

seiectlon of those 'andrdates who are most rrkely to become

excellent teachers, we typically do not find methods or



Strategies that work. This appears to be a critical deficiency,
since the validity of the criteria by which we are to select the
best teachers-to-be from among those who are atfracted to
teaching == for wnatevef feasons (some of these reasons will be
determlne the ultlmate success of our efforts to increase
excellence in teaching by wav of improvxng the quallty of new
teachers. For example; there is general reliance on achievement
tests to serve this quality-discrimination function, and this is
of questionable validity.

There is ample cause to suspect that such testlng is
1nadequate to accompilsh the intended purpose. Lines (1985) in
constderlng the w1despread usé of the NTE as a sofeening device
for ifospective teacners; states that "[Tests] are ... one

dimensional =- neasuring only knowledge and not other

characteristlcs that make for an effectlxe teacher, such as
compass:on* love of children, energy, wisaoﬁ; dedication, and
s1m11ar qualities" {p. 5ié)r And, "The NTE measures the minimum
amount of academic ?nowiedge an 1nd1v1dual should possess upon
enterlng the teachlng profess1on Lo (p;éig);

Albert Shanker (1984) who is and has been for many years
the pres1dent of the American Federatlon of Teachers A?£7CIG is
well quallfled rj VIrtue of hlS vast expeérience w1th teachers
concerns about empioyment and its conditions; as well as the
current iﬁpaét upon teachers of the current reform movement, to

comment on this issue. HEé writes that for prospective teachers



"[plassing a subject-matter test is a critical first step. While

it is true that §é§§ihg such a test is§ no guarantee that the
candidate will be a good teacher, any candidate who fails this

test guaranteed to be a poor teacher" (p.16). Thus, passing a

I(/)\

screening test is seen as a necessary, but not alone a
suffiéiéﬁé, condition for quality teaching.

In éhort, there is a great ééél of pressure today to ensure
teacher competency, but there appears to6 be no adeguate method to
measure potential competency. Ellis (1934) points out that since
state certification requirements do not appear to adequately
equate with competency, two basic means have been proposed to
achieve this objective, namely, standardized testing combined
with some type of internship or probationary teaching pregram.

He reiterates that critics of standardized testiﬁg approaches
argue that knowledge tests have no impertant relationship to
classroom effectiveness, while the ¢ritics also question whether
testing will lead to higher quality applicants for teaching
positions. He indicates that if such tests are used, they should
Ee validated ééainst pérfcrméﬁée féédiféﬁéﬁté.

The problem of determining what criteria, or standards, by
which to ﬁudge competency or quality is further complicated by
the nécéééity to decide at what level of performance the standard
should be sef for marking quality in performance. Berk (1986),
as the result of a revisw of research in this area, found that
over 35 different methods have been proposed for setting

standards and estimating performanceé errors. He went on to write

i



that; "The process of settlng performance standards is open to
constant criticism ... and remains controversral to discuss,
dlfflcult to execute, znd almost impossible to defend. ... [vet]
1mportant decisions ahout indiViduals are made based on these
standards" (p:137).

Reoardlng certlflcatlon tests for the evaluatlon of teachers
and others Berk advrses that minimum competency testlng programs
should be sensrtlve to all populations hav1ng lmportant vested
1nterests in the process. ﬁe States that; "o cons1der1ng the
politiCal arena ... some form of judgmental analysis [in sett1ng
performance standards] is essentlal An emplrlcally based me thod
alone would be 1ndefens1ble ... [T)he credlblllty of a method
seems to hrnge, for the most: part— on the part1c1pat1ng of
representatlve partles in che process and aiso on a method S
conceptua and computatlona} srmp11c1ty In other words, &
method that is complrcated or statlstlca‘ly sophlstrcated may
impress i ychometr1c1ans but not lay people" (pp;165-166);

écholafly work such as that of Berk may be taken as a
confident 1nd1cator that progres . can be é?pected to be made fh
developing practlcai and effectlve means for setting erifé%ian-
referenced performance standards in thé measurement of levels of
pfoficiéﬁéy; or ekcellence.

Eheoretlcal Analysrs of Personal4Mot1vatlon and Teachlng

Performance

Before going on to consider the relative merits and probable



effects of some of the various money incentives that are either
in use or proposed to lmprove quallty in teachlng, it w1ll be
most helpfu“ o rev1ew some of the thecrles and frndlngs that
relate to any serious consideration of teacher ﬁerformance
inﬁolGement, and Satlsfactlon with the employment s1tuatlon,
since these appear to relate to teachlng quallty In short we

will examine nis t v;tlon i.e., why teachers behave as they do.

This will en: olc uE to aaln 1ns1ght rnto how school goals and
teacher obaect1Vés may be iﬁtegrated into & unlfled and effect-iv
cooperative effort. It will be seen that effectiveness depends
not only apéﬁ the téacher; tut also upon the school
administrator. iheﬁ we will examine how money inceﬁtivég are
likely to enhance the attractiveness of teaching to teaching
candldates of hlgh potentl 1.

Morphet, ;t al (1982) referred to Jacob W. éetzeis' theory
5% social behavior that explains observed behavior of a member of
an organlzatlon, such as a teacher in a school as belng a
functlon of the congruence of the member S goalé and those of the
organization (p;SO) The behaVior of the teacher reilects the
lndiViddal's attempts to meet personal needs as well as school
expectations. It may be hypothesized that teacher effectiveness
will be greatest where teacher school objectlves are congruent,
since the teacher's behavior w1ll be directed toward

slmultaneouslj achleving those mutual ends. éetzeis; thééfy

helps to explain why, in the studles of effective schools 1t was




their ability o clearly communicate the goals and objectives of

the school to all: teachers staff, students and comnunity. By

hav1ng a clear perceptlon of what the organrzatlon wants to

opportunity to integrate efforts to meet personal and school
objectlves 51multaneously, wrth mrnlmal amblgulty concernlhg what
one is expected to accompllsh in the workplaco

Abraham Maslow's theory of motivacion (cited in Biehler &
sﬁcwmah— 1986) is one that helps to piace 1nd1v1dual behavior
into manageable perspective, and prov1des an avenue for
understanding the 1mportance of an individual's bersohal needs as
motivators of behavior (p.474-478). For example, it may be
hypothesized that, to the extent that the school is perceived as
a place in which one's neecs are satisfied, the school
environment would be eﬁberiencéd as a bositive; satisfyiha place
to be - a ﬁiace to lcoh forward to beihd in, rather than a piace
in whlch to spend as llttie tlme and effort as po¢51ble it
should be noted tiac the ba51c needs that we all must satlsfy, as
theOrizéd by Masiow, can only be met through interactions with
othér people. As such, they may be thought of as "dependency"
needs (Maslow te ‘ms them "deflcrt" needs) . fhé managed school
env:ronment offers a muititude of rich opportunities for meeting
these needs by perceptrve admlnlstrators It should be noted,
however, that mohey ﬁay be berceived as haVihé high or low need-=
meeting sfghificahce for a teacher; dependlng upon the need(s) to

which it is related by thé teacher. Thus for a teacher, money




abaﬁ theltradltlonal lndustrlal bureaucratlclassumptlon that

4people perform in order to be paldloffgln dollars. We must be

very calutioUs in attrrbutlng teacher behav1or to a destre for
materlal gains, such as money incentives. The flavor of the
"cult of efficiency" that dominates management in the private
sector may be highly inappfcﬁiiaté as it relates to the schootl
setting and teacher motivation:

For example, Little (1984) asked teachers whac they found

rewarding in their work, and the overwhelming response was

"making a difference to students." And, "... [t]eachers with a
strong sense of efficacy -- that is, teachers who believe in
their ability to reach most or all of their students -- have been

found to he more satisfied With their career choice, more
enthusrast ¢ about the 1mportance oF teachlng, and more iﬁciinéa
to 'work hard' than teachers who are less certain of their
1nfluence on students" (p;72) would a means féf measdring
“personai efficacy" help to select prospectively excellent
teachers? Is this a characterlctlc teachers brlng wrth them, or
is lt developed as a result of hav1ng problem control in the1r
school setting’ These are guéstions that research could be
fruitful in answerlng In regard to dtilizing the ahoVe findinés
to imﬁroGe current teacher éerformance iittle suggests that
1ncreas1ng a teacher' S sense of personal efflcacy by
cknowledging and valuing the 1ndrvrdual's accompllshments in

achlevrng student educatlonal galns would strongly relate to



satisfaction of the "service motive" that is felt to be so
important to many teachers. On the other hand, Little points out
that "... it is eéftaiﬁiy naive or foolish to believe that pay is
not a sallent factor in the ablllty of teachlng to compete with
other professlons for the most able and energetlc candidates"

77j;
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An important theoretical construct that will help us to
predict the 1iké1y fésponsé of prospective teachefs to money
1ncent1ves as a means for enhanc1ng quairty is that proposed by
kmltal Et21on1 and c1ted in Morphet et,ai (1982) Etzioni's
theory of worker complrance response sees the type of response
belng dependent upon the type of power used b? manaéement. fhe 3
kinds of pawér poslted are: Coercive (use of force, whicn would
be appropriate where member compliance must be achieved, such as
in a prison); Remunerative (material rewards, such as money in a
free enterprise' profit-oriented business); and Normative (in
whlch rewcrds such as social acceptance esteem and approval are
assoc1ated w1th conformrng to soc1al norms apd values as in a
school). The iikely (predicted) types of compliance involvement
aSsociated with each of these types of power respettively, would
be aiienatlve calculatlve, and morai 1nvolvement by the empioyee
in the orqanlzatlon (p 51). Us:ng this construct it seems
likely that the use of money incentives will result in

1nvolvement of teachers that will be mostiy ca;cuiatlve in

nature w1th development of a "what s in it for me" attitude

toward tasks to be performed Thls thec. etlcal approach to.

10



evaluating the 11ke1y effects of money incéntives adds the

perspectlve that we must keep in mind %he kind of 1nat1tut10n the

goals thrdddh reliance upon social norms and values), and the
approprlate type of power to be used in the school to gain
compllance of its members (Normatlve); Thus, it is theorized
that power type must be consistent with the school's overriding
pufpééé i.e., Normative. Pernaps the use of inappropriate power
sources (which m __z 1nclude coercive and remuneratlve power, if
not carerlly and se}ectiwexy used) in the school could have the
unintended and adverse effect of alLerlng perceptions of the
basic xind of 1nst1tutlon that the school should be

Moreover the use of normative 1nfruence in the school to
galn compliance of teachers that is moral ir klnd is reiated to
1nvolvement that can reach a much deeper and peréénall§
meaningfui level than one nlgh* expect u51ng elther remunerative
or coerc1ve power as baoes for gainlng compllance In bther
words, the effect would be to humanize the school as a workplace.

Hall and Thomas (1986) have discussed the school and
teachihg as they relate to the "human condition" -- the idea that
quality, produet1V1ty, achlevement éatiéfaétion, recognition,
and motlvatlon are all re}ated to the fact that teaching is
experlenced and carried out in terms of 1ts meaningfuiness as a
human condltlcnf It appears to Hall and Thomas that if teachlng

is to be a w1deiy attractlve profe551on to both prospectlve and

veteran teééheré, there is much more to be done than increase



salaries and other remunerative rewards. For example. there must
be developed in the teaching workplace the same conditione found
and enjoyed in the other professions. Some of these conditione
include responsible sharing in appropriate decision-making,
freedom of personal time, collegial relationships with peers,
personally meaninéfui rewards for achievement in teaching, status
in the 5§éaaiééiiéﬁ and publlc esteem. Hall and Thomas note
that the rlterature on efrectlve schcols demonstrates that those

schools encourage and support not only emplrlcallv measurable

berng productlve and p \viding qua}ity ekﬁériences for students
(pp:400-402).

Tifes change and peopre change Evidenae that éﬁiiéat
teaohers' at'itudes toward thelr work and workplace are very
di‘ferent from those of eariler generatlons comes from such
sodrces as Dav1d Yankelov1tch (1978), the pollSter* cited in
Vander Zanden (i?SSj; Yankelov1tch notes a profound Shlft in
attltudes of the young today as he states "A new breed of
Americans born out of the soc1ai movement of the 60s and grown
into a majorlty in the 70s holds a set of values and beiﬂefs so
markedly differént from the traditional outlook that Eﬁéy promise
to transform the character of work in Amerlca in tha 80s.

Today mlliions who hold paid jObu find the present incentive
system so unappealing that they are no longer motivated to work
hard" (5;46).

vander zanden goes on to cite key features of the behavior
10
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of people with thé "new yalnes" as bein§ "... a willingness to
question authority, a weakening of materialist standards, and a
demand that work be fulfilling and enrlchlng These valdés; lt
is olaiﬁéd; oontradict those of an industrial order founded on

deference to authority and responsiveness to such traditional

rewards as incomé and promotion" (p;5l4).

A study by Kottkamp, et al (1986), presents an interesting
and current 100k at teachers' attitudes :n the Dade County
Florrda school system and 1nd1cates that the "new values" noted
by &ankelov1tch are operatrve today The study utilized as
baseline comparatrve data those obtained by Dan Lortle (1975) and

reported in his book Schoolteacher. To reyiéW; Lortie

drstingulshed between 3 categories of career and work-related

rewards. They are: (1) Extrinsic Rewards thac include, for

example, Salary earnéd’ respect of others; and power to influence

othérsi (2) Anc;llary Rewards that 1nc1ude, for example, relatlve

securlty of income and pos1tlon, the work schedule (espeoialﬂy

téacher; and other stable "givens" in the workplace and (3)

lntrinsichewards that inClUde; for éiaﬁplé reachlng" a student

Oor a group of students and knowrng that they have learned ard
the chance to assoc1ate and develop relatronshlps with young
people;

Tne 1984 survey by Kottkamp, et al, revealed that aﬁong the
3 categorles, the vast majority (70.2%) of the respondents felt

that Intrinsic Rewards are most important, while 18.4% and 11.3%

i1
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felt that Ahcillary and éxtriﬁsie Rewaras; respectlvely, were
most important to them. Fdrthermore from among the 3 Extrinsic
Rewards w1th1n that category f rom which respondernts could choose
as belng the nost satlsfylng, salary was in lastgilace (third);
found

being chosen as most importaht by only 14;2%; while 31. 5

oo .

"opportﬁhity to wield some influénce" most satisfying; and 26.3%
Specifyihg "respect received from cthers" as most satlsfylng It
is espe01ally no*eworthy that of all respondeﬁts, 27.8% ih&icate&

that they recelved no satisfactlon at all from Extrinsic Rewards!

W1th1n the IntrlnSIP Rewards cateoor{, the most satlsfylng

experience selected was the times the teacher knew a student or
group of studente was "reacheg" and learneo This reward was
clearly most 1mportant to the majorlty of teachers in this
category, belng selected by 86.7% of the respondeér s, (pPp.564-=
565) .

We would do well to lnvestlgate deeply the underlying drlves

ano goals that attract teachers Since these may be critlcal to

teacher quallty. Their prlorltles of rewards in the workpla'e

of teaching quallty

It should not be concluded however that a state of
satlsfactlon” in all teachers is a deslrable objectlve for
there are dlfferent types of satlsfaction -~ Some of which may be

related to complacence and soma that may have motlvatldg effects

Corzo and Yanouzas (1967). in reference to & study of white
12
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collar workers; point out that "... [Slatisfaction ... is
determined by both what a worker wants or aspires £o obtain from
a éitdation, and what he alresady has obtained from it, and though

atisfaction may determine an individual's willingness to

[77]

participate in an organization [i.e., i-s attraction to it], it
does not determine diréCtiy his level of productivity" (p.487).
This is at variance with the commonly held view that a satisfied
WOrker ié a more productive workér. We see satisfaction as a
feﬂling derlved from the overall personal need-meeting capablllty
of the workplace. This type of satisfaction is necessary in
order to attract a-4 retain interest in the employnent

environment. However, motivation to be productive, we believe,

résults from a personal dissatisfaction with the status guo over

which the teacher feels a strong éééféé of control as well as a
strong commitment to correct or change. From this, a derived
iﬁplication is tﬁat the school administrator might well devote
serious effort to an nsuring that not only are the teacher's
personal needs met, consistent w1th the school's goals, but also
tﬁét the teacher bé provided Eiﬁély opportunity to use personal
abilities, skills and experience to Solve problems and make
improvements on one's own. This would require an administrative
style that is distinctly participative and collegial in nature,
éhé ié supportive of development of an inner locus 0f control on
the part of the teacher. To coin a phrase; it seems quite likely
that productive teachers,may well be in a state of "happy

dissatisfactioni"
13
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Salary as an Attraction tofieachlng

whlle a competltlve salary is undoubtedly necessary to
attract and retain able professionals. it must be recognized that
salary aloné cannot =nsure high quality teachlng performance, for
which thé teacher is paid. There must also be;, it seems to us, a
Strong resolve to reform the ways schools are managed in order to
create the kind of environment conduc1ve to quallty teaching
Thrs would convert scnools from the 1nflex1ble stulv1fy1ng,
bureaucratlc organrzatlons that many of them are perceived to be
by teachers who "burn out", into thamiéally responsive worlds
for 1living and learning -= places in which the human plasma of
teachers and studsnts can be energized and resourced without
urnecessary bonds and restraints of policies and practices that
no longer serve growth and achievement, but which in tact may
mortally hinder these processes. For example, why do we Eémhéhly
have student dropout rates of 30% and more? If the school is
supposed to be a place for development of the young into
responsible and effective adults, how can we claim stuccess 1f we
lose upwards of a third of them after entry into high school and
before they graduate? The need for change is real and immediate.

While truly competltlve compensatlon should at least help
ensure 1nput of the teacher poteWtial to accompllsh our
enormously ambiticus goals, what happens to that potential after
it is attracted to the school? That will depend primarily upon

the opportunities (or lack of them) for personal-professionatl
14
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growth. Whar may be most needed is éhlighféﬁed, unshackled, and
inspired ieadership to utilize what we have learned about
actualizing the motivation of people to achieve. In short,
attraction, retention and development of quality teachers could
well depeﬁa upon the quality of school leadership. This is a
There is a common péfééptidﬁ that teaching quality 1is not as
high as it .ould be, because it is said that teachers are drawn
from the lower ability levels among the ééllegé graduate
population. For example, éhanker (1984) states that "SAT scores
of students preparing to teach have dropped considéfaBly faster
than those of the general ééllege popuilation. We are not
attracting tﬁé best and brightest of ééllegé graduates, and we
are drawirg too many students from the bottoms cf their classes"
(p.15). Schlechtcy and Vance (1982) report that "... as things
now stand, teaching dces not attract recruits from amon_the more
academlcaliy able segment of the populatlon” (p 5) and "... such
fan 1mage] must also dlscourage potential recrui“s from pursuing
a carear in Whlch they are llkely to be stlgmatlzed as belng
among tne least able f all collega graduates” (p.6). These
authors c1te evxdence that teachers 1dent1f1ed as "outstanding"
have sagnlftcantl' higher verba} abilities than thosge ﬁét
con51dered to be outstandlng They argue for recruitment of high
verbal ability applicants, and express tﬁe view that the ability
to recruit acaaéﬁiéally able téacﬁéfs and/or selec: teachers from

among the academically able depends in largé measura upon the

15
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ability of the local school to p-ovide working environménts and

how college graduates view education as a career and why, in
order for us to respond to "image" problems in our recruitment
efforts.

Schlechty and Vance also reported in 1982 that the quantity
problem of teacher supply is solved, and that the quality problem
is the present one to solve. However, their view concerning the
adequacy of teacher candidate supply may well be shortsighted and
already cutdated today, in view of an analyris by Johnson (1986).
He asserts "... the country is about to enter an acute teacher
shortage. Historically, it is known that the end of the baby
boom meant few new teachers were hired in the seventiss. In
fact, some were dismissed. As a result, the average age of
téachers rose and "many are currently near retirement. Children
of the béﬁy boomers are now entering school so a steep increase
in the annual rate new teachers must be hired is anticipated. *n
Eéiﬁt of fact, in iéél one hundred fifteén thousand new teachers
were ne:ded and by 1992 two hundred fifteen Lhousand pew teachers
will be needed. ... after fifteen years of a teacher surplus, in
igég; jobs and job seekers were iéﬁéhly in balance. For at least
the next fifteen years there will be many more Eteaéhéf] jéBé
thar applicants. 1In aadiEiéh, a large numbéer of school districts
across the United States face a situation in which half of their

teachers will have to be replaced because of retirements within
1€
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the next four to five years" (p.6). We have quoted Johrison at
length in order to support the apparent correctness of his claim
that we are on the verge of an acute teacher shortage, and we
further suggest that the impéﬁaiﬁé shortage will greatly
exacerbate the problem of securing high guality teaéﬁer
candidates for employment. (Schléchty and Vance (1982) include
in their recomméndations that, iﬁ order to improve teacher
competence, local school districts take over réSponsibility for
téacﬁihg new teachers how to teach, while schools of education
would focus on developing research and researchers of the
teaching and instructienal ﬁfédeéSéé; The logical connection
between such a course of action and improving teaéhiﬁ§ quality is
not apparent to us.)

There is yreat emphasis today on increasing starting
salaries for téachers as a means for attractihg more able and
présumably ﬁigh-dﬁéiify potential teacher candidates. The
rationale is stated in Bulletin No. 4250, Wisconsin State
Department of Public Instruction (1984). "... that entry level
salaries of teachers be increased to make them comparable to
other professions requiring similar levels of academic
prépératibh fﬁ;iii); ... Although Saiafy is not the only factor
to attract people to consider a career in teaching, it is not
unimportant. ... We wish ... to underline the importance of

Johns, et al (1983} demonstrates the relative " of
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earning power experienced by teachers in the fast decade, and

longer. An NEA Research Memo (1983) irdicates that the average

salary of a public schosl teacher with a bachelor's degree in

1980-81 was $15,128, and that was much lower than the 1980 mean
éafﬁiﬁ§§ of all full-time workers having four years of college,
with their mean salary at $22,832: This represents a negative

annual differential in teachers' salaries of over $7,700:

low morale is contained in the résponse of 36% of teachers

surveyed by the NEA, as reported in their 1983 Research Memo,

who indicated that they would Erbbébly not become teachers éééih
if they could start over in their college days. That is more
Seifert (1982) discusses a number of characteristics of

teacher recruits he feels is related tc gquality in small schools.

And how do we attract these quality candidates? Seifert suggests
that the easiest and most effiéiéﬁt strategy for teacher
recruitment is to make salaries competitive and provide extra pay
for extra work. Unfortunately, no evidence is presented to
support the effectivensss of this approach for attracting quaiity
teachers:.

one might suppose that selecting prospective teachers from
one or another teacher preparation schoel would enhance the
probability of future teaching guality. Such is not the case,
according to Murnane (1983); who states that, "... to my
knowledge, no stuéy has found undergraduate major or the choice
18
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of a particular teacher training instituticn ... to be

The problem of attracting "qualitv" candidates raises the

3

issue of what is a quality teacher? & study by éuthrie; et
(1968) referred to quality characteristics by which employed
teacher édélity could be 3judged, ihéiﬂdihg such factors as length
of service, type of Crédehtial (permanent vs. partially
fulfilled, etc.), and others, all of which are justified on the
basis of their common use by superintendents in selecting
teachers for employment (p.C=6). As is so often true, empirical
evidence supporting the validity of the quality indicators used
in practice was not presented in that study, and, we suspact, was
probabiy totally éBEéﬁt.

It occurred to us that something useful might be gained by
making at least a cursory examination of efforts undeértaken in
other countries to ééal with the teacher recruiting probler.
étudiés conducted 59 the Organization for Economic Cooperation
and Development (1968) provided the following relevant

information:

© In Austria, one method that was reportedly successful in

overcoming a teacher shortage was to require by law

teaching up to 7 hours per week over the normal load for
which the teacher receives an additional 6% of the salary
for each overload hour taught:. This is "premium" pay in
that one hour of the normal load is equivalent to 4 to 5.5%

19

21



of the normal salary, derinding upon grade level taught.
This method has proven very éfféétiéé; with actual cverloads
ranging frcm one to no more than three hours for those
affecteu (p.69-70). Recruitment methods found to be
effective are: offefihg generous scholarships to qualificd
teacher candidates, and conducting advertising campaigns to
increase the attractiveness of the profession among the
public.

o In Sweden, funds were granted to the National Board of
Education for teachér récruitment cambéiéﬁé. Up-to-date
advertising methods were éﬁbléyed ﬁtilizing a special ad
agency émploved for the purpose. Reportédly, important
aspects of the campaigns were '"propaganda meééihéé at
uhivéféitieé; a series of ads to iﬁfbfﬁ the bublic and
students about teaching as a profession and to increase
interest in and appreciation of the profession, and
pamphléts and fiiﬁétripé for upper secondary level

students" (5.62):

The use of piénheé public information &fforts, as noted
above, could have a szubstantial impact on the valuing of teaching
and teachers by the public. It seems quifé rare that we see in
this country any public statement that implies the trus value to
our 5561é£§ of teéachérs as human beings and professionals. Such

an organized effort might pay ¢£f in rich dividend- in terms of

(abe )
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attracting service-sriented, able vouth, and in increasing public
esteem for teachers.

There is one study reported in the literature that attempts
to establish an empirically éemOhéEiaﬁle relationship between
teéacher Séiafées and dﬁéliﬁy criteria. The study was reported by
Owen (1971) and utilized data from the national study of
elementary schools entitled Equality of Educational Opportunity

(pcpularly known as the Coleman Report). The general conclusisn

of Owen's Study was that "... teacher salaries were found to be

determined by the level of per capita income in the employing

system, and by the salaries paid in competing occupations"

(p:19); Compéting occupations were defined as including
"managers. officialé and proprietors" (p.14). Thus, local
affluence seems to be the basis for settihg teacher salaries --<
not teacher quality.

It should be fairly obvious that little appears to have been

dore to successfully establish valid criteria for estimating

teacher édalities, attributes, or characteristics that are
actually predictive of classroom effectiveness. Yet many methods
have been and are being used to purportedly accomplish this
purpose. Toward imprcvement of the cudrrent situation, Hyman

(1984) implores us to "... support ééfférmance tests as a

requirement for certification of all teachers who teach in our
schools ... we should support tests that are validated [italics
ours] against actual job performance -- tests which evaluate the

actual khéwiédéé, skills and professional ethics which produce
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educational and social benefits" (p.18).

Performance measuress do represent the trend in certification
testing. Now what is needed is the validation of the measures
suggestéd by ﬁymén.

As it was succinctly stated by the Forum of Educational

Leaders, one of the first groups of educators to respond to the
cries for educational réform as reported by Dees (1982), "... the
ultimate test for a teacher comes in the classroom under

supérvision and iﬁéﬁééﬁiéh ... (p.24).

Summing Up
We believe that money incentives are necessary (especially

as attractors for potentially capable teachers) for the

improvement of tearher quali*y, but they are not Suffiéiéﬁt
alone. It is necessary to bring into play avaiiabié knowledge
about what motivaééé teachers to perform or not perform, and to
humanize the schools as places in which students and teachers are
able to meet important personal needs and school objéctivéé in
their mutual quest for growth and development. These Lufan
conditiéﬁé are attainakle, but oniy through the impetus of
leadership which itself is of high quality.

It seems reasonable to accept the view that surely teacher
*aiariéé should be brought up to, and maintained at, competitive
levels with other prcfessions if ééééﬁiﬁé is to become attracti.e
to, and if we are to have an opportunity +- select from;
prospectivé teachers having high potential for éfféétiVéhess.
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?urtherﬁéfe, an eguitable gaugé to measure compecrtlve*4¢= of
salaries should be utilized; such as a realistic cost-of- llVlng
index, or an ihéek of salariec paid comparably quaiified cclleée
graduates.

Yes, we believe that money incentives can attract and help

retain good teachers. However, more money alcne will not ensure

more quaiity; That will primarily result from use of valid

selection crlterla for prospectlue teachers, and valid
performance measures that dlStngUISh teachers who 1nfluence
students' educationél growth. Perhaps even moré important is how
the teacher experiences the school environment after employment
-- as a place for living, grow1ng and dynamlcally teachrng, or,
alternatlvely, as 4 place that is dead dull and destructive -
that has the greater impact on teac cning quallty and éﬁéﬁ is
most likely a function of administrator quality. In an analysis
of eéfforts to improve the school carri&dldﬁ; Morphet, et at,
state that "... in report after féﬁért ... researchers look dicﬁ
the tradltlonal behavior of administrators as one of the greatest

stumbl‘hg blocks to the improvement of curriculum. In a sense,

'the enemy is us' ..." (p.333).
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